Using work on self-concepts and Conservation of Resources theory, the present research examined the motivational underpinnings of continuance commitment's subcomponents of perceived sacrifice and few alternatives. Study 1 (N = 208) found job scope to be positively related to perceived sacrifice commitment, and negatively related to few alternatives commitment. Study 2 (N = 147) found empowerment's meaning dimension to be positively related to perceived sacrifice commitment and self-determination to be negatively linked to few alternatives commitment. In Study 3 (N = 301), perceived sacrifice commitment was found to be positively related to feedback seeking, while few alternatives commitment was negatively related to it. Finally, Study 4 (N = 278) found perceived sacrifice commitment to be positively, and few alternatives commitment negatively, related to career success (promotion and pay raise decisions). Implications of these findings are discussed.
to FA. The above reasoning leads to the following hypotheses.
Hypothesis 1a: Job scope will be positively related to PS.
Hypothesis 1b: Job scope will be negatively related to FA.
Psychological Empowerment
Psychological empowerment is an important motivational construct (Conger & Kanungo, 1988; Spreitzer, 1995) that may relate to PS and FA. Empowerment comprises a set of four interrelated cognitions "reflecting an individual's orientation to his or her work role" (Spreitzer, 1995 (Spreitzer, , p. 1443 ): competence, impact, self-determination, and meaning. Competence is one's belief in the capacity to perform activities; impact is the perceived capacity to influence decisions at work; self-determination is the extent to which one feels having choice in initiating activities; and meaning refers to the relative congruence of a work role with regard to one's own ideals (Spreitzer, 1995) . All four cognitions are thought to contribute to build an active orientation to, and the ability to shape, one's work role.
Psychological empowerment should relate to PS and FA because it has implications for one's sense of self-worth, which is a central component of the self. Self-worth is central to PS and FA because, as these commitment components are rooted in individual self-concepts, they involve a process by which "self-worth is derived via one's sense of uniqueness and exceptionality" (Johnson & Chang, 2006, p. 551) . Among the four cognitions of empowerment, meaning is the one that most likely has implications for one's sense of self-worth. Indeed, people high on PS and FA basically possess an "individualist" orientation (Johnson et al., 2010) : they care about how great they feel and what gains and resources they can earn (i.e., self-interests are salient motives). As a sense of meaning basically reflects the extent to which a job's values are concordant with one's ideals (Spreitzer, 1995) , in line with COR theory, it likely represents an important resource that contributes to one's sense of self-worth. As a resource one wants to keep (i.e., it builds self-worth), it should contribute to PS and reduce the degraded sense of self-worth that occurs when the fear of being unemployed is salient (i.e., FA). The above reasoning leads to the following hypotheses.
Hypothesis 2a: Meaning will be positively related to PS.
Hypothesis 2b: Meaning will be negatively related to FA.
In addition, FA may also be related to another empowerment dimension, self-determination.
Indeed, although competence might also relate negatively to FA (e.g., competent people tend to be more employable), self-determination seems to address more basically what is at the core of FA: the feeling of being trapped in the organization (Vandenberghe et al., 2007) . In fact, people experiencing FA essentially suffer from a loss of autonomy (i.e., the most basic human need; Ryan & Deci, 2000) . Therefore, self-determination -which indicates autonomous motivation (Meyer et al., 2004 ) -should be negatively related to FA. Thus, we propose the following hypothesis.
Hypothesis 2c: Self-determination will be negatively related to FA.
Feedback Seeking
Another stream of research that has relevance for understanding the motivational foundations of PS and FA is work on feedback seeking behavior (e.g., Ashford & Cummings, 1983; Ashford, Blatt, & VandeWalle, 2003) . Feedback seeking behavior is a self-regulation tactic that focuses on seeking evaluative information from others about one's role performance.
The information gained through seeking behavior helps employees to adapt to work situations and improve their performance (e.g., Chen, Lam, & Zhong, 2007; Renn & Fedor, 2001 ). There are two prominent methods of feedback seeking: inquiry and monitoring. The inquiry method involves formal and explicit requests for feedback from specific others. This method implies a conscious, effortful cognitive process that yields usable information, particularly when the target is the supervisor. In contrast, monitoring is an indirect method based on automatic cognitive processes that gleans information through observing others and the environment, and is generally thought to be less efficient (Ashford et al., 2003) .
Research has shown that different motives may drive feedback seeking (Ashford et al., 2003) . The instrumental motive refers to the value of feedback for one's goal attainment. Seeking feedback helps employees to gain control over the performance contingencies of their environment, and is an important individual resource for achieving work goals. Another motive is ego defense and enhancement (Ashford et al., 2003) which refers to a motivation to protect one's ego while seeking feedback. Employees tend to avoid negative feedback as it may harm their sense of self-worth. When it is salient, the ego defensive motive may also encourage individuals to use less proactive seeking strategies such as monitoring (rather than direct inquiry). Finally, image defense represents a third important motive. This motive is tied to face loss considerations (Ashford & Cummings, 1983) . For example, when a feedback is provided in a public context the risk of looking bad to others is higher. This motive is tied to the fear of looking incompetent.
In the present study, we focused on feedback seeking based on direct inquiry directed towards supervisors. We believe PS and FA should differ in their relationship to such seeking behavior. On one hand, PS presumptively reflects a resourceful psychological state characterized by a positive self-view. As discussed previously, this commitment implies a mindset where the individual does not want to forego instrumental and non instrumental advantages gained through membership in the organization. Individuals with high levels of PS should be motivated to both invest significant resources into seeking feedback from supervisors and should not be overwhelmed by ego and image defense motives. In other words, these people likely adopt a proactive orientation towards their work role and feel confident in their capacity to "take" feedback (cf. Ashford et al., 2003) . In contrast, people with high levels of FA may be more sensitive to ego and/or image defense motives. Indeed, the fear of losing face and/or looking incompetent if feedback is sought from supervisors is plausibly high, due to their negative selfviews. In other words, due to a low sense of self-worth, people who experience FA likely want to avoid situations where their competencies are at stake, and hence do not want feedback through direct inquiry from supervisors. Therefore, PS should relate positively, and FA negatively, to feedback seeking. Thus, the following hypotheses are proposed.
Hypothesis 3a: PS will be positively related to feedback seeking behavior.
Hypothesis 3b: FA will be negatively related to feedback seeking behavior.
Career Success
Career success fares particularly well with the focus on self-interests of people with strong individual self-identities; and theory and evidence suggest that CC subcomponents are tied to chronic individual self-identities (Johnson et al., 2010) . In fact, career success typically refers to subjective (e.g., career satisfaction) and/or objective (e.g., number of promotions) indicators of an individual's work accomplishments during a period of time (Feldman & Ng, 2007) . We believe that people high in PS vs. FA differ in their ability to be successful in their careers.
With regards to PS, commitment theory suggests career success should contribute to this commitment mindset, as promotions and pay raises will enhance the material (financial) and, possibly, socioemotional benefits associated with organizational membership (a promotion may be associated with more challenging work or greater prestige, for instance). However, we contend that, initially, PS is likely to contribute to career success. Indeed, following COR theory principles (Hobföll, 2002) , those people who enjoy more personal resources at work have a greater sense of self-worth, which places them in a better position to invest significant time and effort to pursue their work activities, and hence makes them more likely to achieve career success. This may happen through a variety of means. For example, as discussed above, people high in PS may seek more feedback from supervisors. They may also create social networks in the organization, which may help them access information about norms and expectations and obtain social support (Feldman & Ng, 2007; Wolff & Moser, 2009 ). In support of this view, research has shown that those who work smart and hard earn better salaries and receive more promotions in the longer run (e.g., O'Reilly & Chatman, 1994) . This is also consistent with our conceptualization of PS as a motivational construct which encompasses both economic and socioemotional (or motivational) ties with the organization. Indeed, if PS reflects both instrumental and motivational considerations, it should come as no surprise that it leads to motivational outcomes such as career progression. In contrast, people high in FA are concerned by resource loss and their sense of self-worth tends to be weak. As a consequence, they may seek less feedback from supervisors and/or engage in fewer networking activities. In the end, this may reduce their capacity to reach career success. To summarize, we propose the following, remaining hypotheses.
Hypothesis 4a: PS will be positively related to indicators of career success.
Hypothesis 4b: FA will be negatively related to indicators of career success.
STUDY 1
Study 1 examined the relationships of job scope to PS and FA using a time-lagged design. In all four studies, affective and normative commitment measures were included so as to examine whether PS and FA could be distinguished from them.
Method

Sample and Procedure
Seven hundred and ten university Alumni who graduated from a Belgian university received a survey questionnaire including measures of job scope and demographics (age, sex, and tenure) method variance. To examine this issue, we run a CFA including an additional orthogonal method factor (see Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) . This model improved over the theoretical model, ²(30) = 80.23, p < .01. However, the method factor accounted for only 4% of the total variance, which is lower than the median amount of method variance (25%) reported in studies of self-reported perceptions at work (Williams, Cote, & Buckley, 1989) .
Descriptive statistics, reliabilities, and intercorrelations for the study variables are presented in Table 3 . Interestingly, PS correlated positively with impact (r = .21, p < .05), selfdetermination (r = .18, p < .05), and meaning (r = .31, p < .01), while FA correlated negatively with self-determination (r = -.25, p < .01) and meaning (r = -.18, p < .05). As in Study 1, PS was positively, and FA negatively, related to affective commitment (r = 27, p < .01, and r = -.24, p < .01, respectively). The results of multiple regression analyses for PS and FA are presented in Table 4 . As can be seen, empowerment dimensions accounted for significant incremental variance in PS (R 2 = .09, p < .01) and FA (R 2 = .09, p < .01). Meaning was positively related to PS ( = .30, p < .001) but was unrelated to FA ( = -.02, ns). Hypothesis 2a is thus supported while Hypothesis 2b is rejected. Furthermore, self-determination was the sole, negative predictor of FA ( = -.28, p < .01). This lends support to Hypothesis 2c.
Overall, these findings suggest that PS and FA are associated with distinct components of psychological empowerment. A stronger sense of meaning was associated with higher PS, which plausibly indicates the importance of self-worth in this commitment dimension. Conversely, selfdetermination was negatively associated with FA, which confirms the entrapment mindset underlying this commitment dimension.
STUDY 3
Study 3 examined the relationship of PS and FA to feedback seeking behavior.
Method Sample and Procedure
Respondents for this study were recruited within the personal network of the author's research team. Email invitations sent to prospective participants, all business school alumni, included an introductory message explaining the purpose of the study and that responses would be kept confidential, and contained a link to an online questionnaire comprising the study measures. In total, 318 participants provided usable responses to the survey, for a 37.41% response rate. After deletion of missing data, there remained 301 responses for purpose of analysis. In this final sample of respondents, 46.30% were male, average age was 40.31 years (SD = 10.93), and average tenure was 9.15 years (SD = 8.89). Among respondents, 59.40%
worked in large organizations (more than 1,000 employees), 23.60% in mid-size organizations (100-1,000 employees), and 17.00% in small organizations (fewer than 100 employees). A large variety of industries was represented in the sample including banking, construction, manufacturing, information technology, and many others.
Measures
Feedback seeking behavior. A 5-item scale developed by VandeWalle, Ganesan, Challagalla, and Brown (2000) was used to measure feedback seeking. More precisely, we asked respondents to report how frequently they asked for feedback from their supervisors regarding Control variables. As in Studies 1 and 2, we controlled for age, sex and tenure.
Results and Discussion
CFA revealed that the five-factor model including the four commitment dimensions and feedback seeking displayed a very good fit to the data, ²(220) = 540.00, p < .01, NNFI = .95, CFI = .95, RMSEA = .074. A model that merged PS and FA into a single factor yielded a significantly lower fit, ²(4) = 296.64, p < .01. The five-factor model also outperformed any simpler representation of the data (p < .01) (Results are available on request). As our data were all collected at the same time, we again examined whether common method variance was an
issue. The CFA model including an additional orthogonal method factor (Podsakoff et al., 2003) improved over the theoretical model, ²(23) = 129.08, p < .01. However, the method factor accounted for only 3.5% of the total variance among items.
Descriptive statistics, internal consistency reliabilities, and intercorrelations for the study variables are presented in Table 5 . Feedback seeking correlated negatively with FA (r = -.16, p < .01), while PS was not significantly related to it (r = .09, ns). As in Studies 1 and 2, PS was positively, and FA negatively, related to affective commitment (r = .31, p < .01, and r = -.23, p < .01, respectively). The results of multiple regression analyses for feedback seeking behavior are presented in Table 6 . As can be seen, PS and FA accounted for significant incremental variance This suggests job scope may contribute to PS in part via a sense of meaning; future research is needed on this issue. In contrast, FA was negatively related to self-determination, which suggests it is governed by purely external contingencies and that the basic need for autonomy, the most important human need (Ryan & Deci, 2000) , is not fulfilled in this case. Moreover, the fact that the other dimensions of empowerment such as competence and meaning were unrelated to FA while self-determination was may indicate that the feeling of entrapment is a core aspect of this construct.
Study 3 reveals other interesting findings. PS was associated with more feedback seeking from supervisors, suggesting that people high on PS are immune to ego-defensive reactions and wish to obtain feedback to improve their skills. As seeking behavior measured in this study referred to the direct inquiry method, this also suggests that these people engaged in conscious effort at gleaning information, therefore serving a deliberate strategy of developing their potential. Findings concerning FA were in sharp contrast to those associated with PS. People high in FA were less likely to seek feedback, possibly in order to protect their ego. This has two important implications. First, these findings tend to support the view that low self-worth is a plausible core aspect of FA. Indeed, a possible explanation is that people who experience FA avoid asking for feedback from supervisors for fear they might appear incompetent. Second, such a situation creates conditions for negative feedback loops: due to low self-esteem, those people avoid being exposed to external judgments and feedback, hence are less likely to learn, which in turn makes them even less likely to seek feedback, and then learn. In the end, this may increase their sense of entrapment and lower their self-esteem. As discussed above, it is the combination of work on self-concepts (e.g., Brewer & Gardner, 1996; Johnson et al., 2010) and COR theory (e.g., Halbesleben, 2006; Hobföll, 2002 ) that helps adopt a broader motivational view on PS and FA. However, while discussing the studies' findings, several notions appeared to be central but in need of further exploration. For example,
given the presumed sensitivity of PS and FA to self-interests, it would be interesting to assess the role of self-identify as a moderator of relationships between antecedents and these commitment mindsets, or commitment and outcomes. Furthermore, it would be worth exploring what role self-worth or self-esteem plays in the development of these constructs. Does job scope affect PS and FA through influencing employees' self-views? Another issue that warrants attention is whether PS's and FA's divergent relationships to feedback seeking are explainable by self-worth differences. For example, it makes sense from research on self-concepts that self-worth mediates the relationship of PS and FA to feedback seeking. Finally, another question that needs attention is whether feedback seeking, and more generally proactive behavior, and networking activities mediate the relationships of PS and FA to career outcomes.
Practical Implications
This research has implications for practice. First, findings suggest organizations should strive to foster PS (i.e., a positive form of commitment; see Taing et al., 2011) while reducing FA. Ways to do so include providing more challenging job conditions, as this may increase individuals' sense of resilience and reduce negative self-views. Providing challenging job characteristics may also increase one's sense of empowerment (Gagne et al., 1997), which was found to relate to PS and FA in this research. Provided that the presumed relationship of PS and FA to self-worth works as described, managers can indirectly influence their employees' standing on these constructs by offering coaching and supervision targeted at building selfesteem. Once people high on FA are identified, they can also be directed toward appropriate training programs (Ito & Brotheridge, 2005) .
Recent research on job demands and resources (e.g., Crawford et al., 2010) also suggests reducing hindrance demands (e.g., administrative hassles, resource inadequacies, etc.) and fostering resources (e.g., autonomy, feedback, etc.) would be possible ways of enhancing PS while at the same time reducing FA. Findings also suggest managers can help alleviate the barriers of negative feedback. That is, by addressing the concerns of people who are high on FA, they can show the value of feedback in terms of skill improvement. This may restore a virtuous cycle of learning and ultimately career success among these people.
Limitations
This study has limitations. First, Study 2 and Study 3 relied on self-reports and crosssectional data. Therefore, the relationships of psychological empowerment (Study 2) and feedback seeking (Study 3) to PS and FA should be further examined using longitudinal designs.
Second, as career outcomes were self-reported in Study 4, future research should examine whether findings can be replicated using objective measures of these outcomes. Third, we alluded to the possibility that the relationship between PS and career success is mediated, at least partially, by feedback seeking. However, as different data sets were used for Study 3 and Study 4, we were not able to test that mediating relationship. Future research using a longitudinal design and, ideally, objective measures of career success, is needed to determine whether that mediation really occurs. Fourth, given the presumably complex manner in which PS and FA influence career success, the present findings should be replicated using crossed panel designs in which it is possible to determine how variables affect one another over time. Indeed, it may be that PS contributes to career success which, in turn, reinforces PS because of the rewards (working conditions, interesting work) which it brings. It would also be interesting to examine whether PS interacts with FA in predicting some outcomes. Although we did not find evidence for such effects in our data, it might be that PS relates more positively to well-being when FA is low, as the individual would focus only on gains excluding losses. Finally, there might be moderators of the relationships of PS and FA to career success and/or their presumed antecedents. For example, risk aversion may amplify the negative effects of FA and temper the positive effects of PS.
Conclusion
Using work on self-concepts (Brewer & Gardner, 1996; Johnson et al., 2010) and COR theory (Halbesleben, 2006; Hobföll, 2002) , the present study breaks new ground by examining the motivational foundations associated with CC's subcomponents of PS and FA. Based on four studies, PS was found to be positively related to job scope, empowerment's meaning dimension, feedback seeking, and career success, while FA was found to be negatively associated with job scope, empowerment's self-determination dimension, feedback seeking, and career success. It is our hope that these findings will encourage further research on these neglected yet important dimensions of organizational commitment. Note. Ns = 207-208. For Sex, 1 = Female, 2 = Male. Reliability coefficients are reported in parentheses on the diagonal. *p < .05; **p < .01. Note. Ns = 255-301. For Sex, 1 = Female, 2 = Male. Reliability coefficients are reported in parentheses on the diagonal. *p < .05; **p < .01. *p < .05; **p < .01; ***p < .001.
